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Stopping Workplace Harassment – Promoting Dignity, Integrity and Respect at Hillside View.

We need a safe and inclusive workplace!
Together, we can create this.

At Hillside View, the Board is committed to creating an inclusive workplace environment where everyone feels safe, respected, valued and that they are treated with dignity (CIPD, 2024a). As part of this commitment, it is important for the Board to illuminate, address and support an issue of great importance: Harassment in the workplace.

Hillside View has a zero tolerance of workplace harassment and bullying in all its forms (Halkitis, et al., 2020). In recent times several valued colleagues have decided to leave Hillside View due to their workplace experiences and all must respond accordingly to the concerns being expressed. Our positive response is essential because, not only is it the right thing to do, but unhappy staff also create reputational damage which produces recruitment challenges which harms our ability to give a good service and may even threaten the future of our business and our jobs!

This leaflet is for all staff, and its purpose is threefold. First, a call to arms, to encourage you to be part of solution. Secondly, to equip you with knowledge about harmful behaviours such as bullying and harassment (in particular, sexual harassment) and its repercussions. Thirdly, to give you practical help and support of what to do if you experience or witness harassment.

1) A Call to Arms: Be the Change You Want to See

Every single one of us has a role to play creating the safe, respectful, dignified, and inclusive culture we all desire. By treating colleagues and guests with respect and speaking up about harmful behaviours, we can create an environment where everyone brings their best self to work, where all can flourish and thrive, and the business will be successful in delivering high quality holidays to all our customers and guests.

2) Understanding Bullying and Harassment – What’s the difference?

Harassment is defined in Section 26 (1) of the Act (Equality Act, 2010) as ‘unwanted conduct related to a relevant protected characteristic and which violates a person’s dignity or has the purpose or effect of creating an intimidating, hostile, degrading, humiliating or offensive environment’.

The relevant protected characteristics are: -
· age;
· disability;
· gender reassignment;
· race;
· religion or belief;
· sex;
· sexual orientation.

Bullying is not defined in law, but it is widely characterised as offensive, intimidating, malicious or insulting behaviour, an abuse or misuse of power to undermine, humiliate, or causes physical or emotional harm to the recipient (Acas, 2025).

Workplace Harassment

Harassment is not only damaging, intolerable and unacceptable, but also against the law. All employees have the right to come to work and be free from harassment. We all have a role to play in eradicating harassment from Hillside View. 

Any unwanted behaviour that affects one’s dignity at work, may constitute harassment and should never be tolerated. This behaviour does not need to be persistent and can be a one-off incident (Law Society, 2024).

Harassment can be verbal or non-verbal and need not happen face to face. It can span a wide range of behaviours in the workplace such as: -

· Gossiping/spreading malicious rumours.
· Insulting others.
· Constant unwanted criticism.
· Overbearing supervision.
· Inappropriate tone or content of an email, social media post or other digital platforms.
· Exclusion. 
· Unwelcome sexual advances (see sexual harassment below).

Scale of the problem

[bookmark: _Hlk195436559]The CIPD Good Work Index (2024b) established that 25% of employees experienced conflict or abuse in the last 12 months. 20% of those affected said that the conflict was discriminatory behaviour because of a protected characteristic, such as sex, race, disability, sexual orientation, religion or belief or age. Recent studies show that sexual harassment in the workplace is universal and disproportionately experienced by women (Aguilar & Baek, 2020).

What is Sexual Harassment?

Defined as ‘any unwanted conduct of a sexual nature that violates one’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment’ (Section 26(2) Equality Act 2010).

It can take many forms such as: -

· Unwelcome or inappropriate sexual advances or physical contact such as hugging.
· Comments or jokes of a sexual nature or asking intrusive questions.
· Sharing pornographic material.
· Offensive language targeted at someone’s gender or sexual orientation.

(Acas, 2024)
Has the Law Changed? Does it Affect You?

Yes!
 
Since 26th October 2024, legislation (The Worker Protection (Amendment of Equality Act 2010) Act, 2023) offers even greater protections for those affected by sexual harassment in the workplace. The key messages for both Employer and Employee are: -

For Hillside View (Employer)

1) A Proactive, Preventative Employer Duty – Hillside View must take ‘reasonable steps’ to prevent sexual harassment of its workers from happening. This legal duty is being discharged by the implementation of robust and effective policies, undertaking risk assessments and an offer of training to staff.
2) Protection against third party Harassment – Hillside View now has clearer responsibilities to prevent sexual harassment of its workers by third parties.

For Employees: -
1) Compensation uplift – If an employee succeeds in a tribunal claim of sexual harassment under Section 3 of the Act (The Worker Protection (Amendment of Equality Act 2010) Act, 2023), and the employer failed to prevent it, then compensation could be uplifted by up to 25%. 
2) Cultural Shift – There is a zero-tolerance approach to sexual harassment in the workplace. Those that display harassment behaviour are likely to be dismissed! We all have a role to play in creating the zero-tolerance culture.

Isn’t this just Banter though?

No! 

The Board recognises that humour and camaraderie is integral to effective leadership and relationship building as a vehicle for creating trust and stronger teamworking (Stöttinger, 2024). However, it is essential to recognise when banter, goes too far and becomes harmful behaviour (and even extend to harassment or discrimination). There were 57 Employment Tribunal Cases heard in 2024 on this issue (Mayne, 2025).

Banter must involve and be accepted by everyone. Dicks-Ilori et al. (2024) identify a pragmatic and helpful checklist to determine whether banter is safe: -

“For banter to be 'safe' one needs to ensure the following three criteria are met:
· Everyone involved understands it is banter
· Everyone finds it funny
· Everyone there feels included and safe, i.e. when colleagues joke or tease each other, and all enjoy it”

If the above criteria are not fully met, there is a risk that harassment may occur together with the subsequent consequences that are outlined below.

Remember the rule – if the criteria are not met, it is not a safe bet!

What are the consequences of Sexual Harassment?

The impact and repercussions of sexual harassment in the workplace is damaging and far reaching. Some of the impacts are summarised and categorised into different groups below: -    

For victim employees, Boyd (2011) declares that sexual harassment impacts in an adverse way, in the short, medium and long term on performance, job satisfaction, staff retention, attendance and discretionary effort (Cianconi, et al., 2020; Willness, et al., 2007). There is also the detrimental mental health and wellbeing impact of being sexually harassed.

For the organisation, it can have a harmful impact on organisational performance and exacerbate retention challenges and ultimately results in workers leaving (CIPD, 2024c). There are also financial implications through the payment of compensation awards and decreased sales from reputational damage (McDowell, 2024).

And finally, individuals that choose to sexually harass colleagues, face severe consequences, to include: -

· Professional Consequences – Sexual harassment is gross misconduct. Any allegations will be investigated and could result in disciplinary action to include suspension, written warnings and even dismissal. 
· Legal Consequences – Sexual harassment is against the law. Harassers may face legal consequences in both the Criminal Courts (for example prosecution for sexual assault) and subsequent punishments and the Civil Courts (for example Employment Tribunal claims) 
· Personal Consequences – Being accused of sexual harassment can be very stressful and damaging to reputation.

Hillside View has a zero-tolerance policy to sexual harassment of any kind. Every complaint will be diligently investigated and actioned appropriately in accordance with our disciplinary policy. 

3) Practical Help - What to do if you experience or witness Sexual Harassment?

If you witness sexual harassment in the workplace, you are encouraged to: -
· (Only if it is safe to do so), step in and stop the interaction.
· Report the incident to the senior leadership team.
· Support the victim in their disclosure.

Remember “all it takes for evil to triumph is good people to do nothing” (Burke, 1770) We are all morally obligated and indeed responsible to create a safe, respectful and inclusive workplace. Your actions will make a difference.

If you are a victim of sexual harassment, you will be supported throughout what lies ahead. The Board will take any complaint seriously and your voice will be heard. 

You are also encouraged to: -

1) Speak to someone – If you feel able to, please talk through your experience with a trusted friend, family member or even trade union representative or local charity and ask for advice of next steps.
2) Make a record – Please note your experiences, to include dates, times, location and events. This will be essential to diligently investigating your complaint.
3) Say Stop – If you feel safe to, tell the harasser to stop. You could consider doing this in writing.
4) Report it – If you want to resolve the issue informally, speak with your line manager or the senior leadership team. They will support you. If your concerns are not resolved or the issue to too serious to be resolved informally, make your complaint via Hillside View’s grievance procedure.   

Hillside View’s Commitment to Prevention

The Board is creating policies, procedures, training and culture to prevent sexual harassment, for example describing and communicating acceptable behaviour and procedures for reporting incidents safely. The Board will also ensure issues are dealt with sensitively and effectively. This will help prevent sexual harassment and promote a culture of respect, dignity and inclusion.
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